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La selezione 
a cura di 
Massimiliano Ghini
La volta scorsa… 
Abbiamo una parte razionale ed una emotiva 
Capire come “funziona” il cervello è la chiave per 
lavorare con le persone 
Ognuno di noi ha stili diversi, ma non esiste uno 
stile migliore dell’altro in assoluto 
Ognuno di noi ha competenze, passioni e 
motivazioni diverse 
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Per descrizione di posizione (in inglese: 
job description) si intende la descrizione 
analitica formalizzata per iscritto delle 
principali caratteristiche di una 
posizione organizzativa. 
La job description indica, in particolare, 
il nome della posizione, le sue finalità 
principali, le dimensioni, la posizione in 
organigramma, le principali relazioni con 
le altre posizioni organizzative, le 
principali mansioni. 
La descrizione di posizione può essere 
utilizzata per la selezione del personale 
(descrivere la posizione lavorativa è un 
elemento fondamentale per la 
correttezza della selezione).
Definizione tratta da Wikipedia
La posizione e le competenze
“The job description is often the first 
thing a potential hire will see from an 
organization. The stakes are high. How do 
you leave the candidate wanting more, but 
feeling informed? How do you sell your 
company without seeming like you’re 
overselling? 
Each word in your job posting sends a 
signal about your company. The right 
turn of phrase can sing your praise: what 
your culture is like, what your goals are, 
and why you’re a great place to work.”
Google dice…
Google focuses job description content on four categories: area, role, 
responsibilities, and job qualifications. Google's internal and external 
user studies found that it's best to start high-level (what’s this company 
all about?) and then get down to the details (what does a person in this 
role do every day?). For example, if Google were hiring for a software 
engineer position the job description would address the following: 
 1 Area: Highlight the mission and purpose of the organization. 
(“Google’s mission is to...”). 
 2 Role: Write a few sentences that directly address the candidate (“You 
will be at the heart of Google’s engineering process building software 
that empowers engineering teams to develop and deliver high-quality 
mobile apps and services. ...”) and share the daily functions of the 
position. 
 3 Responsibilities: Outline the specific deliverables associated with the 
job in question (“Design and build advanced, automated testing 
frameworks.…”). 
 4 Job qualifications: Include education, experience, and skills required 
to perform the job. Be specific. (“C++/Java a must…”). 
Once the hiring team has an outline in place, the team talks to the hiring 
manager, teammates, and anyone else who can help explain the role, its 
expectations, and how it connects to the company overall. There are two 
other key ingredients to a job posting: the minimum and preferred 
qualifications. Here’s the breakdown: 
 • Minimum qualifications are basic, certifiable, typically non-negotiable 
qualifications that a candidate must have to be considered for the 
role (e.g. education degrees, professional accreditations). 
 • Preferred qualifications describe the preferred, non-mandatory skills 
and experience of an ideal candidate. These often are more qualitative 
than the minimum qualifications (e.g., demonstrated proficiency in 




Job description checklist 
Structure and content guidelines 
 
Structure your job description into four categories — the area, the role, 
responsibilities and job qualifications. 
 
Give candidates enough information so that they understand the work. 
 
Emphasize behaviors, not traits. Behaviors can be demonstrated and developed; 
immutable characteristics are often skewed based on stereotypes and 
presumptions.  
 
State the deliverables expected of them. 
 
Set expectations so candidates can understand if the role is right for them and if they are 




Infuse some personality into the job description -- this might be the candidate’s first 
impression of what working at your company really means. 
 
Be inclusive and examine language for unconscious bias and gendered terms. 
 
Write the job role in second person and in a conversational tone to "speak to" the 
candidate (i.e., use "You," "You’ll," etc).  
 
Use action verbs such as “plan,” “engage,” and “resolve” instead of “planning,” 
“engaging,” and “resolving” to describe the expectations of the position. 
 
Use objective descriptors (e.g. "experience managing a budget" or "experience 
litigating patent cases") that are concrete. Using phrases like "expert in technical 
writing" are not objective since "expert" is not defined. 
 
Avoid asking the recipient questions. 
 
Avoid jargon and acronyms. 
 
This content is from ​rework.withgoogle.com ​ (the "Website") and may be used for non-commercial purposes in accordance with the 
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Canali diretti o indiretti 
Interni o esterni all’azienda 
Criteri di scelta 
costo, velocità e qualità 
Google Confidential and Proprietary
Organize the world’s information and make it universally 
accessible and useful
How can you attract the 
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Durata del processo: 60 giorni. 
Strumenti: phone interview; one-to-one 
interview con Store leaders; panel 
interview (recruiters, managers e 
selected employees. 
Inserimento: quando una persona 
entra viene assegnata ad un team; alla 
fine del periodo di prova il team vota 
(serve ottenere i 2/3 dei voti); chi non 
passa può trovarsi un altro team o 
lasciare l’azienda.
1) nella nuova azienda 
le star performance 
hanno risultati del 
20% inferiori nel 
primo anno; 
2) cala la performance 
anche del nuovo 
gruppo formato; 
3) se a passare è un 
team le 
performance non 
calano nella nuova 
azienda;
Ricerca su analisti finanziari
Punti principali di oggi
Capire il bisogno e definire le competenze 
chiave: la job description 
maggiore il numero di fonti di informazione, 
migliore è il processo di selezione 
Strumenti di selezione diversi per ruoli 
differenti 
Selezionare per attitudini piuttosto che per  
conoscenze 
L’inserimento come momento critico per il 
successo  
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Lettura per lunedì…
Pro?
Contro?
Gestione Risorse Umane
massimiliano.ghini2@unibo.it
